
PROHIBITED PERSONNEL 

PRACTICES 

While Merit System Principles are philosophical guidelines, Prohibited 
Personnel Practices are specific statutes that can be violated. 

The Merit System Principles provide a framework for proper personnel 
management. PPP's set limitations by making certain specific practices illegal. 

"Personnel authority" is the authority to take, direct others to take, 
recommend, or approve any personnel action. People with personnel 

authority--managers and supervisors--are charged with personal adherence 
to the Merit System Principles and avoidance of Prohibited Personnel 

Practices. 

A free course on Merit Systems Principles and Prohibited Personnel 
Practices is  provided at  Human Resources University (HRU).  Registration 

with HRU is required.   

 

 

https://hru.gov/


The Prohibited Personnel Practices are found  in Section 2302, Title 5, United States Code.  

Employees who have an authority to take, direct others to take, recommend, or approve personnel ac-
tions shall not:: 

(1) Discriminate for or against any employee or applicant for employment on the basis of race, color, 
religion, sex, or national origin, as prohibited under section 717 of the Civil Rights Act of 1964 (42 
U.S.C. 2000e-16); on the basis of age, as prohibited under sections 12 and 15 of the Age Discrimi-
nation in Employment Act of 1967 (29 U.S.C. 631, 633a); on the basis of sex, as prohibited under 
section 6(d) of the Fair Labor Standards Act of 1938 (29 U.S.C. 206(d)); on the basis of handicap-
ping condition, as prohibited under section 501 of the Rehabilitation Act of 1973 (29 U.S.C. 791); or 
on the basis of marital status or political affiliation, as prohibited under any law, rule, or regulation. 

(2) Solicit or consider any recommendation or statement, oral or written, with respect to any individual 
who requests or is under consideration for any personnel action except as provided under section 
3303(f). 

(3) Coerce the political activity of any person (including the providing of any political contribution or ser-
vice), or take any action against any employee of applicant for employment as a reprisal for the re-
fusal of any person to engage in such political activity. 

(4) Deceive or willfully obstruct any person with respect to such person’s right to compete for employ-
ment. 

(5) Influence any person to withdraw from competition for any position for the purpose of improving or 
injuring the prospects of any other person for employment. 

(6) Grant any preference or advantage not authorized by law, rule, or regulation to any employee or ap-
plicant for employment (including defining the scope or manner of competition or the requirements 
for any position) for the purpose of improving or injuring the prospects of any particular person for 
employment. 

(7) Appoint, employ, promote, advance, or advocate for appointment, employment, promotion, or ad-
vancement, in or to a civilian position any individual who is a relative (as defined in section 
3110(a)(3) of this title) of such employee if such position is in the agency in which such employee is 
serving as a public official (as defined in section 3110(a)(2) of this title) or over which such employee 
exercises jurisdiction or control as such an official. 

(8) Take or fail to take, or threaten to take or fail to take, a personnel action with respect to any employ-
ee or applicant for employment because of (A) any disclosure of information by an employee or ap-
plicant which the employee or applicant reasonably believes evidences (i) a violation of any law, rule 
or regulation, or (ii) gross mismanagement, a gross waste of funds, an abuse of authority, or a sub-
stantial and specific danger to public health or safety, if such disclosure is not specifically prohibited 
by law and if such information is not specifically required by Executive order to be kept secret in the 
interest of national defense or the conduct of foreign affairs; or (B) any disclosure to the Special 
Counsel, or to the Inspector General of an agency or another employee designated by the head of 
the agency to receive such disclosures, of information which the employee or applicant reasonably 
believes evidences--(i) a violation of any law, rule, or regulation, or (ii) gross mismanagement, a 



(8) Take or fail to take, or threaten to take or fail to take, a personnel action with respect to any 
employee or applicant for employment because of (A) any disclosure of information by an 
employee or applicant which the employee or applicant reasonably believes evidences (i) a 
violation of any law, rule or regulation, or (ii) gross mismanagement, a gross waste of funds, 
an abuse of authority, or a substantial and specific danger to public health or safety, if such 
disclosure is not specifically prohibited by law and if such information is not specifically re-
quired by Executive order to be kept secret in the interest of national defense or the con-
duct of foreign affairs; or (B) any disclosure to the Special Counsel, or to the Inspector Gen-
eral of an agency or another employee designated by the head of the agency to receive 
such disclosures, of information which the employee or applicant reasonably believes evi-
dences--(i) a violation of any law, rule, or regulation, or (ii) gross mismanagement, a gross 
waste of funds, an abuse of authority, or a substantial and specific danger to public health 
or safety. 

(9)  Take or fail to take, or threaten to take or fail to take, any personnel action against any em-
ployee or applicant for employment because of (A) the exercise of any appeal, complaint, 
or grievance right granted by any law, rule, or regulation; testifying for or otherwise lawfully 
assisting any individual in the exercise of any right referred to in subparagraph (A); (C) co-
operating with or disclosing information to the Inspector General of an agency, or the Spe-
cial Counsel, in accordance with applicable provisions of law; or (D) for refusing to obey an 
order that would require the individual to violate a law. 

(10) Discriminate for or against any employee or applicant for employment on the basis of con-
duct which does not adversely affect the performance of the employee or applicant or the 
performance of others; except that nothing in this paragraph shall prohibit an agency from 
taking into account in determining suitability or fitness any conviction of the employee or ap-
plicant for any crime under the laws of any State, of the District of Columbia, or of the Unit-
ed States.  

(11) (A) Knowingly take, recommend, or approve any personnel action if the taking of such ac-
tion would violate a veterans' preference requirement; or (B) knowingly fail to take, recom-
mend, or approve any personnel action if the failure to take such action would violate a vet-
erans' preference requirement.  

(12) Take or fail to take any other personnel action if the taking of or failure to take such action 
violates any law, rule, or regulation implementing, or directly concerning, the merit system 
principles contained in section 2301 of this title. This subsection shall not be construed to 
authorize the withholding of information from the Congress or the taking of any personnel 
action against an employee who discloses information to the Congress. 


